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CHAPTER I 
INTRODUCTION 
1 
In the past few decades, campus recreation practitioners have increased their focus on 
quantitative research as they attempt to identify the benefits that programs provide to students. A 
major emphasis has been placed on the concept of student development, which can be seen 
campus wide. Over the past twenty years, institutions have invested significant resources into re-
developing mission statements as well as carrying out those missions. During the mid-l 990s, 
approximately 80% of all higher education institutions were evaluating and/or modifying their 
overall mission or purpose (Morphew & Hartley, 2006). Research revealed that elements such as 
"student development" and "preparation for the world" were among the most commonly used in 
university mission statements (Morphew & Hartley, 2006). Along with student development 
initiatives, recreation centers have displayed a number of other benefits to college students. 
Visiting the recreation center has been shown to increase the retention rates of first time 
freshman (Belch, Gebel, & Maas, 2001). Along with retention, a number of cognitive benefits 
have been identified. Participation in campus recreation center programming has been correlated 
with higher GP As as well as lower levels of perceived stress by college students (Belch et al., 
2001 ). Despite these impactful findings, the mission of a typical campus recreation program 
remains focused on student development. 
Creating learning outcomes for participants as well as employees is an important step in 
the development process. The National Association of Colleges and Employers constructs a 
yearly list of the top preferred skills desired by employers (Cramp et., 2015). On the list are 11 
items such as the ability to work within a team structure, the ability to plan and organize, and the 
ability to verbally communicate with people inside and outside the organization. Structuring job 
2 
responsibilities and duties around these learning outcomes will ensure that collegiate recreation 
providers are best preparing their student employees for life after graduation. However, keeping 
student employees engaged, motivated, and satisfied can often be a difficult endeavor because of 
predictable employee turnover at the end of each academic year and the lack of research related 
to student employee satisfaction within the campus recreation setting. A lack ofresearch may 
exist because of the unique characteristics within campus recreation departments. Unlike many 
private sector organizations, the recreation center relies very heavily on the students of the 
university to fill staff positions. Furthermore, the student employees of the recreation center are 
often working outside of their desired career pathways. This can cause a unique disconnect 
between the professional staff members and the student employees that they are dedicated to 
mentoring and supervising. 
This research will potentially assist in bridging the gap between professional recreation 
center staff members and student employees. The research findings will assist campus recreation 
administrators with employee training and mentoring, and contribute to their efforts of fostering 
an environment that promotes greater job satisfaction for student employees. Increased job 
satisfaction has been shown to yield a number of benefits for both the employee and hiring 
organization. Such benefits for the student employees can include earning higher GP As an 
increase in persistence to graduation and overall satisfaction with the university (Belch et al., 
2015; Thomas, 2000). Conversely, the organization can experience various financial and 
employee performance-related benefits such as lower turnover rates, increased job performance, 
greater organizational commitment, and overall a decreased amount of dissatisfied employees 
(Zhang, DeMichele, & Connaughton, 2004). 
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Ethnicity 
Table 1. Demographic characteristics 
Asian 
Black or African American 
Native Hawaiian or Other Pacific Islander 
White 
Hispanic/Latino 
Other 
7 
14 
3 
115 
4 
7 
Year in School 
1 
2 
3 
4 
5 
>6 
Size of School 
>20k 
<20-lOk> 
<lOk 
Program Area of Employment 
29 
30 
35 
42 
4 
9 
58 
44 
48 
Intramural Sports 66 
Fitness 25 
Aquatics 13 
Facilities 46 
Does your Academic Major Relate Closely to Campus Recreation 
Yes 23 
No 127 
Does your Job include Supervision of other employees? 
Yes 
No 
72 
77 
24 
4.7% 
9.3% 
2.0% 
76.7% 
2.7% 
4.7% 
19.3% 
20.0% 
23.3% 
28.0% 
2.7% 
6.0% 
38.7% 
29.3% 
32.0% 
44.0% 
16.7% 
8.7% 
30.7% 
15.3% 
84.7% 
48.0% 
51.3% 
As Table 1 data indicates, female respondents (N=84) outnumbered males (N=66) and 
79.3% ofrespondents were in the age range of 19-22. The largest group of respondents (N=58, 
38.7%) attended universities with >20k students. The second largest group of respondents 
25 
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Model 
(Constant) 
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Work Itself 
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Good Feelings about 
1 Organization 
Clarity of Mission 
Effective Senior 
Management 
Effective Supervisor 
Good Relationship 
with Co-Workers 
Satisfaction with Pay 
Presence of Core 
Values 
R 
.453 
I Sum 
I 
Squares 
96:194 
116.278 
212.471 
Adjusted R 
Square 
.430 
df 
12 
284 
296 
Unstandardized 
Coefficients 
B Std. Error 
.895 .273 
.034 .045 
.147 .053 
.046 .035 
.304 .059 
.075 .051 
.121 .053 
.073 .052 
-.031 .039 
-.069 .053 
.046 .064 
.097 .034 
.027 .053 
26 
.640 
Mean Square F Sig. 
8.016 19.579 I .ooob 
.409 
Standardized 
Coefficients t Sig. 
Beta 
3.280 .001 
.039 .756 .450 
.147 2.748 .006 
.061 1.295 .197 
.313 5.182 .000 
.082 1.449 .149 
.143 2.291 .023 
.079 1.391 .165 
-.038 -.794 .428 
-.080 -1.315 .190 
.044 .717 .474 
.145 2.859 .005 
.030 .519 .604 
In to 
p 
groups 
attending smaller 
group were not to to 
groups. significant was found h"'1''"'"'" school groups and job 
andPWEF. results of the Al'JOVA are shown in Table 3. 
28 
Table 3. ANOV A- Size of School-Job Satisfaction & PWEF 
>20K <20-lOk> <lOK 
n=58 n=44 n=48 
M SD M SD M SD F p 
Job Satisfaction 4.41 0.918 4.36 0.78 4.31 0.829 0.186 0.83 
Motivators 
Recognition 3.71 0.991 3.82 0.786 4.15 0.714 3.655 0.028* 
Work itself 4.24 0.823 4.34 0.68 4.26 0.736 0.24 0.787 
Opportunities for 
advancement 3.93 1.212 3.64 1.102 3.81 1.123 0.819 0.443 
Professional Growth 
Opportunities 4.22 0.937 4.09 0.858 4.00 0.945 0.802 0.45 
Responsibility 4.19 0.926 4.16 0.776 4.19 0.68 0.023 0.977 
Good Feelings about 
Organization 4.00 l.076 4.05 0.861 4.06 0.885 0.06i 0.941 
Clarity of Mission 4.29 0.838 4.11 0.618 4.06 0.932 1.188 0.308 
Hygiene Factors 
Effective Senior 
Management 4.03 1.075 3.82 0.995 3.83 1.173 0.658 0.519 
Effective Supervisor 4.31 0.863 4.05 0.939 3.9 1.036 2.64 0.075 
Good Relationship 
with Coworkers 4.17 0.92 4.16 0.645 4.04 0.798 0.394 0.675 
Satisfaction with Pay 3.29 1.402 3.05 1.293 3.27 1.233 0.509 0.602 
Presence of Core 
Values 4.12 1.036 3.84 0.776 3.83 1.018 1.559 0.214 
29 
PWEF 
['Dependent Mean Difference Std. Sig. Confidence 
(I-J) Error Interval 
Lower Upper 
Bound Bound 
Recognition >20k <20- -.111 .170 .790 -.51 .29 
lOK> 
<l -.439* .166 .025 -.83 -.05 
<20- >20k .111 .170 .790 -.29 .51 
lOK> <lOk -.328 .178 .159 -.75 .09 
<I Ok >20k .439* .166 .025 .05 .83 
<20- .328 .178 .159 -.09 .75 
lOK> 
The third research question was whether or not any differences occurred in job 
satisfaction or PWEFs based on whether or not the student's academic major was closely related 
to campus recreation. In order to examine this question a one-way ANOVA was calculated to 
analyze the mean differences. No significant differences were found between groups for any of 
the PWEFs or job satisfaction. The results of the ANOVA are shown in Table 4. 
30 
4. 
M u p 1' 
Job 
Motivators 
3 l 3 1 .647 
5 0 1 1 
3.70 l 3.83 1. .251 7 
3 1 4.17 .843 2.701 .1 
4.23 1.020 4.17 
3 L014 l 
4.13 .797 .151 
Factors 
3.83 1.193 3 1.066 .150 
3 .125 4. 1.044 
3.91 4.17 7.64 l .167 
3.31 1.49 3.20 1.285 .130 .719 
Presence Values 3. 1.1 3.97 .517 
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31 
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SD=l.221) SD= 1.3 
are 5. 
Job 
n=25 
SD 
4.04 .790 
F 
.506 4.26 12 .054 
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Table 5. ANOV A - Program Area- Job Satisfaction and PWEFs 
Multiple Comparisons 
TukeyHSD 
Dependent Variable 
Work Itself Intramural 
Sports 
Fitness 
Aquatics 
Facilities 
Satisfaction Intramural 
with Pay Sports 
Fitness 
Aquatics . 
Facilities 
Mean 
Difference 
(I-J) 
Fitness .104 
Aquatics .040 
Facilities .424* 
Intramural -.104 
Sports 
Aquatics 
-.065 
Facilities .320 
Intramural -.040 
Sports 
Fitness .065 
Facilities .385 
Intramural -.424* 
Sports 
Fitness 
-.320 
Aquatics 
-.385 
Fitness .966* 
Aquatics .068 
Facilities .736* 
Intramural -.966* 
Sports 
Aquatics -.898 
Facilities -.230 
Intramural 
-.068 
Sports 
Fitness .898 
Facilities .669 
Intramural -.736* 
Sports 
Fitness .230 
Aquatics -.669 
Std. Sig. 95% Confidence 
Error Interval 
Lower Upper 
Bound Bound 
.173 .931 
-.35 .55 
.223 .998 
-.54 .62 
.142 .018 .05 .79 
.173 .931 
-.55 .35 
.252 .994 
-.72 .59 
.184 .306 
-.16 .80 
.223 .998 
-.62 .54 
.252 .994 
-.59 .72 
.232 .349 
-.22 .. 99 
.142 .018 
-.79 
-.05 
.184 .306 -.80 .16 
.232 .349 
-.99 .22 
.296 .007 .20 1.74 
.382 .998 
-.93 1.06 
.242 .015 .11 1.37 
.296 .007 
-1.74 
-.20 
.431 .163 
-2.02 .22 
.313 .884 
-1.04 .58 
.382 .998 
-1.06 .93 
.431 .163 
-.22 2.02 
.396 .333 
-.36 1.70 
.242 .015 
-1.37 -.11 
.313 .884 -.58 1.04 
.396 .333 -1.70 .36 
was 
the 
Job 
One 
campus 
~,,_,,H,C<~·~'" influence on overall 
Herzberg et 
motivating 
that within this 
of the factors are 
34 
study, 
to 
factors: work itself, professional growth opportunities, and 
pay. 
l; Lum et 
previous "c~''-''""'· 
'-A!J><au.vu. by considering 
one 
was 
rune 
35 
new 
a case 
experiences at 
one university. 
work Watanabe, l 
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campus is generally as a 
like most opportunities, are always some characteristics 
duties. In most cases 
work, is unlikely to levels of job 
an 
combination of many different components, and other 
employees do not 
of professional opportunities are 
more lower levels. Professional 
often consist to conferences, advanced training 
Student employees who 
accompanied by a professional staff member of the 
campus recreation department. This would result in an increased amount of interactions, and 
to 
the mentor-student relationship in a positive way. Another potential 
explanation for this finding is with Victor Vroom's (1964) social exchange theory. 
organization directly impacted overall job satisfaction. Student employees who thought highly 
were more likely to be satisfied than those who did not. In this the 
36 
or program area. 
is likely to carry over 
more positive organization (Thomas, 
was 
of their pay are more likely to experience higher levels 
As previously discussed, satisfaction pay can be largely attributed to the 
reward obtained. By having 
satisfaction with pay students may experience a higher intent to quit Campus recreation 
can use knowledge to better understand the relationship between the variables 
itself and satisfaction pay. Altering one or both variables is likely to have an impact 
on the other because of this relationship. Although it may not be possible to raise the wages of 
employees because of financial constraints an institution is experiencing, other incentive 
programs or modifications to the duties can be made to improve overall levels of job 
satisfaction to reduce intentions quitting. 
School Size 
As recognition of work between 
group versus the school group. Data analysis revealed that 
to 
never 
vanance 
number 
commitment, 
employees 
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over 
mentoring events employees 
to reduced intentions of turnover. Mentoring 
very nature a Mentoring can 
transmission of knowledge, social capital, 
to career, or professional 
the campus recreation 
professional administrators can be 
daily 
of business hours. With campus recreation centers often open from 
it is a evemng would 
a professional staff""""'"''' working daytime hours. One of 
to in recognition between groups may be 
of student staff. At a large institution it is not uncommon for there to be 
an increased number of student staff, there are in most cases, an increased 
as However, it may be true that despite the increased 
To 
of the 
it is not to a 
can to 
.. ~ ... w-·~~·u with employees. The increased focus on '"'~""J,':~w_,,,HU 
LVLH.•LHF, greater 
focused on was differing 
recreation student 
and 23 T'P<Or>r;nrl 
to campus recreation. The 
because of relation to career 
of career planning reported levels ofjob 
between one to 
these findings there was 
to campus 
The 
years 
38 
to 
to 
the 
39 
no 
may not & Ozmutaf, 
campus recreation to 
are working desired career 
U>f-,i~'''~C4<H relationship it may be 
relationships 
campus 
can drastically 
compared to within (m= 
also identified as a significant influencer to overail 
within facility may report of 
work itself because some of the entry level responsibilities common that 
area, maintenance tasks. 
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areas as may reason 
program area. 
must campus 
In some cases, it 
may addL.~g more 
as 
can 
a pay on 
program areas 
or 
can sometimes 
pay. 
In case, the are 
same amount of program area. Ill 
As many jobs 
area can be less these students are not compensated extra 
lll 
effort and reward, lS manifest in the lower levels 
pay. 
of pay lS 
pay may 
intensity to 
instructors may 
to 
may 
necessary to a as 
on 
influence on 
41 
pay was one 
must 
case of fitness 
two possible or 
may 
it 
mways pay. 
may implemented order to enhance 
budgetary or 
pay ~.,,_,.,.,,..., not be ignored simply it may 
42 
The was 
to 
environment 
on whether or not campus 
to 
was 
pay. 
an on at 
group were not any no 
was of school groups and 
PWEF. 
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no 
on program area 
pay 
fitness areas. 
to a 
resources 
on areas 
on 
campus some 
may possess levels 
may encourage 
satisfaction should greater 
turnover. 
One 
campus 
at 
an 
or 
Research 
employed, size 
it is 
area could focus on 
number of 
current employee 
size 
areas 
difference 
department's 
Another suggestion 
are on 
campus re12re:at1,on student employees. 
44 
as 
differences, 
to 
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among campus recreation 
institutions 
The career 
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E. (1 
), 
0, 1 
l. 
IL: 
R. _Motivation: 
http ://v,rww. uri. edu/research/lrc/ scholl/webnotes/Motivation Exuectancy.htm 
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Job 
1) 
I am ~~,'"~-~~-... ,,., 
among employees campus '""""'""'1"' 
The survey take approximately fifteen minutes to complete. All participants 
must be currently enrolled in classes, and 18 years old. Your participation this study is 
voluntary and there will be no connection between you and your response. Your opinion is very 
valuable and I thank you for your participation in this study. 
Ql Age: 
D 
D 
[I 
D 
[l 
C1. 
D 
,·] 
D 
[] 
c 
D 
D 
0 
D 
c 
Year 
D <l 
[J 
[J 
Does your 
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you out name, 
refers to your specific area fitness, 
"Directors" refers to the highest positions within your program area, typically a 
full-time, professional employee- "Supervisor" refers to your direct supervisor, who might be a 
student supervisor, graduate assistant, or program director. 
; Patrons recognize 
D D D D D my good work. (1) 
I My contributions are 
i valued by members 
of the University D D 
community outside 
D D D 
1 of work. (2) 
In the last 7 days I 
have received 
D D D D D I recognition for doing 
I good work. (3) 
I get appropriate 
recognition when I 
D D have done something D D D 
extraordinary. ( 4) 
I enjoy the type of 
D D D D D work I do. ( 5) 
I My job is 
interesting. ( 6) D D D D D 
My job gives me a 
sense of D D D D D 
accomplishment. (7) 
I make a difference 
D D D D D in my program. (8) 
Opportunities for 
advancement exist 
D D D D D within the 
52 
department. (9) 
_J 
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I know what is 
required for me to 
D D advance within the D D D 
department. (10) 
Internal candidates 
receive fair 
consideration for D D D D D 
openpositions. (12) 
Information about 
job vacancies within 
the program is D D D D D 
readily available. 
(13) 
The training that I 
need to grow in my D D D D D job is available. (14) 
I have received the 
necessary training to D D D D D 
, do my job well. (15) 
I I have had 
I opportunities at 
work to learn in the D D D D D 
I past year. (16) 
I 
j There is someone at 
I workwho D D D D D encourages my 
I development. (17) 
/ I have control over 
D D D D how I do work. (18) D 
I My opinion counts 
D D D D D I at work. (19) 
I I have a say in the 
decisions that affect D D D D D I I my work. (20) 
I 
! The physical 
environment allows 
D D D D me to do my job. D 
(21) 
. I I feel a strong sense 
of belonging to the D D D D ~-J department. (22) ·------- ····-· 
I enjoy discussing 
the department with 
people who do not 
work here. (23) 
I have a strong 
commitment to the 
department. (24) 
I am proud to work 
for the department. 
(25) 
I understand how my I 
work supports the 
mission of the 
department. (26) 
I I understand how my 
'I work supports the 
University's mission 
J of research, 
I teaching, and 
I service. (27) 
I 
I I understand how my 
.
1 
work supports the 
, mission of my 
I program. (28) 
i I I know what is 
I expected of me at 
I 
work. (29) 
The directors keep 
I employees informed. 
(30) 
The directors 
effectively 
communicate the 
goals and strategies 
of our program. (31) 
! The directors 
i demonstrate 
II leadership practices 
1 that are consistent 
I with the stated 
I values of our 
Lprogram. (32) 
0 
D 
D 
D 
D 
D 
D 
D 
D 
D 
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0 D D D 
D D D D 
D D D D 
D D D D 
D D D D 
D D D D 
D D D D 
D D D D 
D D 
I 
D D 
I I 
L_o_l_o_-L__o ___ J D 
SS 
My supervisor 
communicates well. D D D D D (33) 
My supervisor 
manages people D D D D D 
effectively. (34) 
My supervisor is an 
effective decision- D D D D D 
maker. (35) 
' My supervisor 
creates an I 
environment that D D D ' D D 
fosters trust. (36) 
I trust my 
D D coworkers. (37) D I D D 
I 
I am consistently I 
I treated with respect D D D D D l by my coworkers. I 
I 
(38) 
I can count on my I 
I coworkers to help D D D l D D me out when needed. 
I (39) My coworkers and I I 
I work as a part of a D D D D D 
l team. (40) 
I My pay rate is 
I 
competitive when 
D D D I D D compared to similar 
• 
jobs. (41) 
I am fairly paid for 
D D D D D I the work I do. ( 42) 
I 
Pay increases are 
D D D D D appropriate. ( 43) 
I understand how my 
base pay rate is D D D 
I 
D D 
determined. ( 44) I 
Ignoring my I I I 
program's core I I I 
I 
t I I values at work will D D D D 
I 
D 
get you in trouble. I I 
I (45) I I 
56 
There is a clear set 
of values that D D D D D governs the way we 
operate. ( 46) 
All programs in the 
department share D D D D D 
common values. (47) 
